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PROLOGUE 


Middlebury College is currently striving to put into practice the vision 
‘expressed by the acministration in ity statement of 954. It pledges to make 
Middlebury, “Nothing less प्रा धार college of choice for the very strongest 
studemis—éhe college of choice.” To do this, we have to be able to appeal lo 
the best and the brightest of all studenis, and we shonfd remember that at 
least half of those will be young women. ‘The College's vision statement, as 
it is known, states that by 2004, "we should be competing successfully for 
students against those schools with whom we now have the greatest overlap 
of applicants and acceptances and thie Teast success in competing for 
matriculanls. In I99%, those institutions were Amherst, Williams, 
Dartmouth and Princeton." Alt of these are former all-male schoole, and 
have had vacying degrees of success in integrating women into their 
institutions. In compeling surcessfrlly with Ihem, one af our greatest 
drawing cards could and should be that our long tradition of coeducation 
makes Middlebury a particularly comfortable environment for women. In 
onder to capitalize on this important selling point, we firt have to be sure it is 
tue. Tf we find that we have nol yet reached our gual, we must make the 
necessary adjustments. 


‘The report which follows has one precedent, A Committee on 
Attitudes Towards Gondet was appointed by President Olin Robison in the 
Fall of 988, “lo zeview the stalus af wonm und, to study more broadly, the 
status of gender on campus.” Faculty, staff and students undertook ax 
exhaustive eighteen month examination of these issues, and produced a 
report thal was enlightening, contawersial and thought provoking, 

Through the use of questionnaires, the Committee sought tn assess the status 
of women and mien at the College and to educate the campus about the 
gonder biases in our midst. ‘The Report of the Special Committee on 
Attitudes toward Gender issued its findings in March I990, concluding with a 
series of recommendations lo help tie College to redress some nf the more 
glaring omissions and inequities that had been identified. President Robison 
wes supportive of its role, "as the basis for discussion and action” on campus, 


The original 'Gender Report as it came to be called, was undeztaken in 
the aftermath of an incident in which a mutilated female mannequin was 
hanged from the front of a fraternity house during a party at thé chin of the 
I9874 school year. The event wus a majoz turning point for the College, for 
it made के difficult to ignore that a campus culture had developed that was too 
often lecking in maturity, sensitivity and respect toward the female half of 
our community. The Gender Report represented the College's fist 


2 A Vision far Middlebury College," Office of the President, Middlebuey 
College, 7994. 


courageous altempt at self-evaluation on these issues, and as such it was a 
watershed in our institutional history. 


As we approach the 200th Anniversary of the College's founding, it 
seams an appropriate time to evaluate how women are faring at Middlebury 
College. For this reson, the Student Affairs Committe of the Board of 
Trustees asked that a task force be set up to review our progress since I939-00 
and to make new recommendations regarding women's issues at Middlebury. 
A committee composed of students (chosen in consultation with the SGA), 
faculty and staff began meeting in the winter of 2995-96 to assess our progress, 
We hape that our report will stimulate campus-wide discussion and action to 
keep us moving forward in these areas of concer. 


WORKING METHODS 


‘The 996 Task Forte on the Status of Women began with an 
examination of the recommendations of the I990 Gender Report. -We wanted 
to know how many of those recommendations had been carried out, how 
many had not and whether the latter were still zalevant, We then autiined 
rontinuting areas of concem and issues that had not been addressed in the 
Previous report. Cus conclusions can be found in the new recommendations 
at the end of this document. Many faculty roumbers-both men and women 
offered thee insights and Yecomimendations. Students have provided a 
‘unique perspective on what it is like to be a woman in our academic 
departments, residences, dining hails, fitness facililies and many other places. 
The steff has been very forthcoming zbyut how their working conditions 
affect their family lives. Everyone showed a desire to be positive and 
productive, Their help i» greatly appreciated. 


THE GOOD NEWS 


In the second volume of his history of Middlebury College, David. 
Stameshkin has written that, "One of the most reniarkable changes at 
Middlebury betwoen I9I5 and 990 was the development of a more truly 
coeducational college."! He surveys the highlights of women’s quest for 
parily at the College, including the abolition of the ‘womens campus,’ the 
waning of frotemity influence, efforts fo recruit more female faculty and 
administrators, and greater financial support for women's athletic 

Stameshkin argues that Middlebury's student life was traditionally 
more male-dominated than that of many similar coeducational institutions 
in New Tingland in the late-I9th and 2th Centuries. (And this despite the 
well-documented fac! that for decades Middllebury’s women students were 
generally more academically distinguished than its male students because 
many of Vermont's brighter men attended all-male colleges elsewhere in 
New tingland). As late as 7966, a study sponsored hy the National Institute of 
Mental Tiealth called Middlebury “a masculine college ran primarily by men 
with women in the background"? We may have had further to go thas 
many similar schools that also had long histories of coeducation. Fhia is not 
said to minimizi: the imporlant progress that has been made at Middlebury. 
Much was dont: to advance women's place at the College during the 
Armalrong and Robison years, when the ‘sepurate but equal’ men’s and 
women's campuses were joined and women's roles in campus government 
enhanced 


J David M. Stumoshkin, The Strength of ihe Wille: Middlebury College. I925: 


2990, Middlebury College Press, University Press of New England (Hanover, NU, 
990), p., 3I6. 
2 Did, p. 307 


Middlebury College has undertaken far-reaching institutional changes 
in the T9906, many of which have had a positive impact on gender relations. 
A great deal of progress has been made since the Sublication of the originat 
Gender Report The following recommendations contained in that report 
have been carried out in fall or in part 


* The College now has a Women's Center, Chellis House, which 
serves as a meeting place for women students, facufty and staff. Men ate also 
weleome and comfortable there, Tris an excellent fucility, containing Faculty 
and administrative offices, z library, a kitchen, a seminar room and social 
space. The Women’s Center receives heavy use and has been very 
successful. This ier, for example, classes are being held in Chellis House 
every day of the week, Faculty and administrative offs draw a steady” 
stream of visitors in the muming and afternoon. Chellis House's seven 
Student monitors can be found there working on special projects each 
afternoon. The House is tegularly booked by student groups four nights aut 
of seven every week, and is usually in-use the other nights as well. Students 
use the kitchen to cook dinner a minimum of three nights per week. The 
Alison Fraker Library is used almost continuously every late afternoon and 
evening, with students doing research and studying. Students often show 
‘movies at night, now that the College has provided a television and VCR, 
Faculty and stoft regularly book the space to hold special events. Recently, for 
example, the students of the CFC hosted the March meeting of the 
Middlebury chapter of the AAUW, giving prosent and former students a 
anes to talk about the concerns of women today. The Women's Studies 
Administrator juggles the schedules for these many. events, and encourages 
‘people all over campus to use this space. Kis difficult to find a time when 
Chellis House is not busy. 


* The Women's Studies Program has been created and strengthened, 
Fifteen tenured faculty members have ettended meetings or taught classes in 
Women's Studies, and another twenty junior faculty members have also 
been involved Us year, The program has done well in spite of the 
Iihitations it has had to endure. The chair has rotated among tenured 
women carrying great responsibilities in their own departments. Despite this, 
and having no faculty of their own, they have managed to offer WS 400 and 
an interesting variety of courses every year. WS 200 hes now been approved, 
and will be offered annually beginning next year. WS 400 has eleven students 
this Lerm, engaged in intensive junior work. The program currently has five 
majors, five concentrators and three minors. This gives Women's Studies an 
equal or greater number of majors than Chinese, Classics, East Asian studies, 
Northem Studies, Literary Studies end Dance-some of whom have faculty of 
their own. 


* The 990 report cited inequitable status and pay for women and men 
in comparable positions. Middlebury has made progress in the compensation. 


area by instituting a formal Wage and Salary program in the spring of 992, 
The ‘benchmark system’ compares all staff posilions at the College to the 
external markel, based on the region from whch talent is norrially draw 
The College has established bunchmarka for each job to ensure that its 
compensation is appropriate to the shor market. fimployees have found this 
system to be more equitable, although there is room: for linprovement. 


* The College has replaced fraternities with social houses and the 
Commons syslem--a move that is widely believed to have created more 
harmonious and equitable relations between the sexes among the studeni 
body. This was recommended in the £990 Report through its support for the 
Majority Recommendations of the Reporl of the ‘Task Force on Student Social 
Life. 


“ Educational programs on student alcohol abuse, rape and sevwal 
harassment have been developed, implemented, updated and strengthened 
hy the Director of Health Education. One important development in this area 
hua heen the College's adoption of u node! sexual harassment policy and 
complaint resolution procedure. ‘The Director of Health Education has 
developed and provides a comprchensive training program for designated 
contact people—laculty, staff and students who serve as Community Relations 
Advisors-for sexual harassment concerns. Txtensive harassment prevention 
education for new stat employees haa also been instituted. 


+ Middlebury-hos made progress in equalizing the treatment of men 
and women athletes under Title IX. While men and women ate not yet 
completely equal in funding, grat strides have been made toward that goal 


+ the Middlebury College Board of Trustees recently elected its fist 
woman Chair, Claire Gargaill. “The total number of women on the Foard has 
also grown since I990. At that time, there were 5 women and [8 mien, plus 8 
emeriti rustem, 2 of whom were women. In the 3996-7 school year, there are 
IL women and {6 men on the Board, plus 42 emeriti Trustees, one of whim 
isa woman. This sends an imporlant message to the campus and the wider 
‘world that our Board of Trustees is ready and willing to recognize ability 
regardless of gender. 


The reconsnendations that heve been carried out in the early years of 
the McCardell administration have been wide-ranging, substantive and 
fruitfuh T would be difficult for anyone to argue that gender relations al 
Middlebury are anything like those prevailing during the low point of the 
spring of I988, A successhil Women's Center, a burgooning Women's 
Studies program, greater regularization of joh descriptions and salaries, model 
educational prevention programs and a fraternity-free social environment for 
the students have made a repeal of the harassment incider’s-of the I980s far 
dess likely. 


THE STATUS OF WOMEN AT MIDDLEBURY, वक्त 


The ‘task Force has identified a number, of concerns for women in our 
institutional life. We horchy offer a summary of the areas faculty, staff and 
students have mentioned most often as those in which a dialogue needs to be. 
maintained and action token, Any such outline is necessarily subjective, pat 
our work is offered in the hope of providing useful information, stimulating 
discussion and inspiring initiatives for further progress. T is important tu 
acknowledge that the arcas highlighted below have al been addressed in the 
past. However, we believe more can and should be done to make Middlebury 
the ‘college of choice’ for women as well as men as we begin the College's 
third century. 


व, Women in Authority: the Importance of Role Models 


Middlebury College has been cmducational for over a century, and the 
gender composition of the student body has been approximately 50-50 for 
nearly thirty years. Despite these facts, gender inequities छा appear in the 
composition af the administration, faculty and staff, As a coeducational 
inslilulion, we have an obligation not only to provide our female students 
with an equal educalion, but also-to demonstrate by example ta male and 
lemale students that our institution believes in womim's leadership abilities 
This must be shown at all levels of the College by presenting role models of 
women who exercise power in the administration, across the cartieulum and 
in top level supervisazy positions on the staff, The following section of the 
report examines how we ard doing in this respect and soyyeats ways of 
enhancing our performance 


a, The Aulmministration 


‘The most disheartening fact for female--and many male- 
administrators, faculty, staff and students ig the lack of women in the upper 
echelons of the Middlebury administration. During the I996-7 school year, 
the top nine administrators at Middlebury are all men: the President, the 
two Executive View Presidents and all six Vice Presidents. {Although it 
should be neted-that Executive Vice President Clara Yu is on leave. and wili 

he retuming). The. Associate Dean of the Faculty, Bethany Ladimer, comes 
next in the hierarchy, but is not of vice-presidential or full dean status. 

‘The senior staff offically consists of twenty-three people, of whom unly 
four are women inthe 4996-47 academic year: Betsy Richelle, Ann Crumb, 
Ann Hansan and Bethany Ladimer. The situation is even more steiking’in 
that the administration was so, recently constituted: The Commitiee 
recognizes that not all women who have been offered administrative jobs 
have chosen #0 accept them. However, we should try to understand why this 


aighi be the case, It is the position of the Committee that there is a great 
reservoir of female administrative potential at Middlebury that has gone 
‘untapped. 

How do we compare, in this respect, with other schools like 
Middlebury? We performed a survey of fourteen comparable colleges in 
September [996, lo determine the gender distribution of top administrators 
Afr adjusting fi our unique administrative nomenclature, it appears that 
only three other schools out of fourteen have ro female administrators 
among the top nine posilions: Williams, Bowdoin and Washington & Lee. 
Eleven others have found many distinguished women leaders to serve in 
their administrations, Five schools hove women presidents: Oberlin, Bryn 
Mawr, Smith, Moun! Holyoke and Wellesley. At Carleton, the Dean of the 
College, Associate Dean of the-Callege and Chief Financial Officer are women, 
Amberst—long'a men’s college—has women in the positions of Denn of the 
Faculty and Treasurer. ‘Swarthmore—ranked number one in liberal arts 
colleges by ILS, News and World Report has women in at least half of its top 
jobs, including Provost, Dean of the College, Treasurer, Assistant Treasurer, 
Vice President for lixtemal Affairs, Director of Development and more. 

‘We are also out of step with what is happening in Vermont in this respect. 
‘The American Council on Education's Office of Women in Higher Education 
recently reported that Vermont's record in iring women [or high-level 
academic jobs ia parheulariy strong. A total of 30% of afl college presidents in 
Vermont are women, well above the national average of I6%%. The same 
pattem appears to hold true for women in other exceutive positions at 
‘Vermont oofleges, T is disappointing that Middlebury adds vo little to this 
picture at the higher administrative level 

The fact that so few women advanen into the upper levels of 
‘administration at Middlebury raises cimceros. While it could be argued that 
this is simply the result of chonsiag the best individual for a given job, this 
must be questioned when the ‘right person in almost slways-a men, In a 
certain sense, all of life is a series of individual choices; yet those choices 
crente patterns. When che majority of the choices lead to the hiring of men, 
we ure feoed with a patter that becomes selkperpetuating. The days when 
men could presume to know what is best for women, without including 
thea: in top-level disenssions, should be long gone. 

Middlebury's administrators have traditionally come from the ranks of 
the faculty. Sueressive Middlebury administrations have argued that, "There 


S "The colleges surveyed were caken from our most recent listing of 
comparable colleges: Amberse Bates, Rowdoin, Beyn Mawr, Cadetoo, Mount 
Mesos, Oberlin, Smith, Swartamere, Trinity, Wasbinglou & Lee, Wellesley 
Weileyen end Williams. 

4 Rely Colles, "CHO in Higher Education Dues Vermont Offer More 
Opportunities for Women?" in Yermunt Women in Higher Education 
Newslercer, October,-{995, p. 2: Women: Presiden can he Found at Castleton 
State, Lindon State, Landmark College, Commmnity College "ता Vermont, 
Benaingien College and. begizniog in J997, the Usivessiy of Vernal’ 


isn't a big enough pool of talent to draw irom yet because so few women ane 
tenured.” There are curently Iwenty-seven tenured women faculty--a nol 
inconsiderable number. Qn the other hand, it becomes clear in speaking tn 
administrators at other colleges that current trends are for College 
administratora to come from the faculty in anly two or Iree jobs-often 
provost, Dean of the Faculty or anoiier administrative post in charge of 
curriculum. Most college administrators are being brought in from auiside, 
and this is how many of the lop women. administratora at other schools were 
hired. 


Recommendations: 


* Middlebury must make a commitment to patting substantial 
numbers of women in positions of genuine power and authority in the upper 
administration of the College. Our ultimate goal should be to achieve 
roughly equal numbers of lalented male and female administrator at the 
Jevels of vice president, dean and program director, 


3. The College has dane a good jab of hiring women in middle 
management posilions that have high visibility with our students—Chaplain, 
Career Planning & Placement (now known as the Career Services Office), and 
Student Activitics, to name a few. Hut it is the position of the Committee 
thot women amusé afsn be hired in the top levels of administration, -There 
tbe no ‘glass ceilings for women at Middlebury. - The only way to prove 
this #8 nat the: case ts by hiring women in tap administrative positions. 


* The Task Force recommends that the process of selecting upper level 
sidminisirators be formalized, For any job, applications and nominations 
‘could be sought, und ads could also be placed tu attract outside vanudjdates, 
Ideally, there would be a final raster of at least three candidatos—including, 
both insiders and oulsiders-who would undergo formal interviews, 
conducted by a search committee made up of the President and’ members of 
the administration, Until a greater gender balance has been achivwed, it is 
haped that this roster would always include strong women candidates. 


£ The administration should hold a senior staff rotreal on the subject 
of how io hire more women in top administrative positions. "there are 
people on campus now with expertise in the areas of identifying suitable 
candidates and making administration an attractive option tu them. Mary 
Hurlie, the Assistant Director of Human Resources for Staff Development, 
‘would be a good person to organize ihis. 


* ‘The administration needs to louk more closely at the pool of tenured 
women faculty here at Middlebury when searching for potential 
administrators, They should cast ikeir net more widely in identifying 


potential in-house candidates and seek to address whatever factors have 
made able women reluctant to serve, 


* In lieu of inhouse female candidates, the College should seriously 
consider actively recruiting exceptional women adzninistrators’ rom outside 
of Middlebury. Many of Middlebury's most talented women administrators 
have been lured away to other institutions. Tt is time for us to recruit and 
hire some of the best and the bsightest for our ows. 


b. The Faculty 


A recent. study by Martha West, in the joumal Academe, found that in 
990, 26% of foll-time faculty at American colleges and universities were 
women. By I99l, that number had risen lo 59% of full-ime faculty, "an 
increase nf 5 percent over seventy-five years!" This tiny ise in the 
percentage of women who are full-time faculty does not correspond to the 
number of women who are reeniving doctorates. West found that among 
USS, citizens receiving doclorates in 99, 47% went to women. 

Men had tradilionally-boen ‘awarded a higher percentage of doctorates, 
se it is not suprising thal gender parity has not yet been reached on the 
faculty. However, since the proportions of men and women receiving 
doctorates is now virtually equal, it can be hoped that our faculty will come tu 
a similar state over the couse of tie next few years, JE is no longer possible te 
ate that there are ‘not enough’ talented young women scholars to go 
around, and it is imperative that we make Middlebury an attractive and 
congenial place for hem. 

The numbers suggest that we are on the right track in many respects. 
The percentage of women faenlty has grown considerably since I279. The 
gender gap is stl large at the tenured levels of associate and fall professors, 
Dut thene has been a steady improvement. ‘The percentage of the tenured 
faculty who are women has gone Up by L39, and at the associate professor 
evel the percentage of women is up by प3,6%, (Sec "Table H. At first glance, 
we appear to be approaching parity af the assistant professor level. However, 
when the number of assistant proiessars is broken imu those wha am: tenure 
track and those who are on term appointments, the terre track professors 
have a male majority (53%-55%) while the norctezure track professors have a 
female majority (5476-2626). [See Table 2]. Women are in the majority only 
in the jobs of instructors sud leciuzers, 

While we strive to reach gender parity on the faculty, it must also be 
stressed that students need to see women teaching across the curriculum. We 
can feel justifiably proud of the gains of women on the faculty as a whale, but 
‘there are still many departments that are largely tought by mon. {See Table 3) 


5 Martha 3. Wess "Women Faculty: Froveu ia Tie." Academe (uly-Auzust 
2995), p. 28:30. 
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Table 2 


GENDER DISTRIBUTION FOR ०6-97 MIDDLEBURY FACULTY 


TYtem | Toal 
Total Teaching 
Faculty* 258 
Kult Total ya 
Professors 
Tenure wack | 58 
_ Term 6 
Associate 
Professors . | Tenure wack |30 _ 
Assistant 
Professors : | Total 73 
‘Tenure truck |47 
Term 26 
Instructors | Total 26 
Fenure track j40 
_{ Term ३ 
Lecmrers | Term 24 
Ast in Insts [Term hi0 
ARE 
Residence {Term a 


Couns fill and part-time, hose in administralion und on leave and those abroad; does not vou 
Physical Education Tacully, or those faculty in the administration who are nat teaching in 96-97 
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Both male and female students need to see women teaching in every 
discipline. No ane shouid graduate from Middlebury who hes not been 
taught by women faculty in their major field. 

Tor Years, one reason given for not hiring women in certain maže- 
dominated areas was thst there were not enongh women io go around in 
some fields. A national analysis of doctoral degrees conferred by sex and field 
of study shows that there is seldom any validity to this argument. [Table 3] 
Many af the fields showing a small percentage of worher are those that have 
far greater iunibera overall, so that it should not be difficult to find excellent 
women candidates for jobs et Middlebury. For example, in I992, only 28.2% 
of Chemistry PhDs went lo women, buf there were 688 of them, whereas 
78% of those-getting Ph.D in American Civilization were women, but that 
only translated into 9 new Ph.Ds 

‘There are no fields in which the mumbers and the percentages of 
women PhDs would render it impossible for Middlebury to attract first-raic 
female candidates. In analyzing the fable department by department, the 
must striking results come in those larger departments whose hiring of 
wama ts still lagging far behind the number of women Ph.D being 
produced in their discipline. Interestingly, Iowee-tharrexpected numbers of 
‘women have been hired in somewhat malc-dominatisd disiplines such as 
political science and economics, but ihe same imbalances car be found in 
some disciplines that have long been piodueing large munibers of ferme 
PADS, like art, English and music. Our studenta major im subjects across the 
centieuhum, and a better distribution of the female faculty would provide 
mentors for students in these traditionally ‘male’ fields. [For a gender 
breakdown of Middlebury's I956 graduates, see Table 4], 

Women faculty are making progress at the crucial bridge from assistant 
to associate professor, though Ihey are still not promoted through the ranks at 
quite the rate of men. When the figures frum 7989-90 at assistant Tank ete 
compared with those of [996.97 at associate rank, the ratio of women from 
one rankty the next is 39, while the comparable rate for men is 42, These 
figures show a small improvement for women--and the opposite for men= 
since the earlier Gender Report, where the ratio for women wes 32 and the 
ratio for men was 48, While individual cases of highly-regarded wamen not 
being promoted have led to 4 great deal of concezn among women in the 
junior faculty, he facts smggest that, in general, women faculty are 
progressing trough the canks in almosi equal percentages: 

Tn summary, Middlebury is making good progress toward attracting 
and retaining women faculty, But more needly to be done, H is particularly 
important that women be added to those departments where they are 
consistently under -zepresented, 


Recommendations 


* Middlebury needs to reiterate its comunitment to hiring and 
zomoting women faculty across. the curriculum. Fe is nut enough that he 
P 8 y 


Tabled 
व996 Middlebury Graduates By Major and Sex 


Major Males | Females 
Arerian Civilizations 7 E 
‘American Literature 2 6 
An 8 2 
Biology is 7 
Chemistry and Biochemistry 5 io 
Chingse 2 a 
Classical Studies 4 o 
East Asian Studies 3 2 
Economies 30 u 
English 7 36 
Environmental Studies 6 a 
French 4 n 
Geography 6 u 
Geology 5 a 
German . u 9 
Histor 3 20 
independent Scholar i rf 
Northern Studies 9 i 
International Politics & Economics | 24 u 
Talian 2 6 
Japanese 2 4 
Literary Studies a 3 
Mathematics & Computer Science |3 3 
Molecular Biology & Biochemistry ` |4 5 
Music 6 2 
Philosophy 9 3 
Physics io 0 
Political Science 5 3 
Psychology 77 28 
Religion 5 4 
Russian 5 5 
Russian/Faste‘n Huropean Studies |? 4 
Sociology /Anthropology 5 Js 
Spanish ig 2 
theatre 8 9 
Dance © 4 
Him Video 6 7 
Women’s Studies o 5 


“Infomation obtained fom somavancamant program क double 
anajaza are recor, 


totel numbers ए women faculty go up. Women need to be represented in 
every department of the College. 


* One practice we believe may be Sonducive to-hiring more women is 
a reversal of the policy of bringing in only one job candidate before making an 
offer. Departments may be more likely lo hire a female candidate if they are 
able to see several candidates before making a decision. A tenure track 
position is a mejor investment on the College's part, and twa or three 
candidates Should be brought to campus for each job. We support the 
decision to alow several depariments Lo bring ia multiple candidates this 
year, and hope that the College will continue to encoarage those departments 
hat are short of women to bring in more women candidates by widening 
thelr cendidale pools. 


* A number of faculty mentioned that they believe our greatest 
problemn in increasing the rumbers of women on the faculty is in retention. 
Why are women chicsing to leave Middlebury? The only way t answer this 
is through the institution of confidential, voluntary exit interviews to 
determine why women (and men, tar that matter) are icaving the College 
‘These interviews should be conducted by someone regarded au neutral and 
the information collected would be statistical rather than personal-su that 
departing faculty would be encouraged to speak Frankly. 


ह. The Staff 


Working conditions for staff women have improved somewhat singe 
the 90 Gender Report, though dissatisfactions remain, The percentage of 
female staff department heads remains low at 25%, (Unfortunately, the 
College's computer system cannot tell us a comparable figure for I590), This 
is important, becanse deparlment heads have the power to control budgets 
and set agendas and goals for each department. The College has shown a 
great deal of improvement at the nex? level down from staf department 
reads, with 58% of those who supervise supervisors being female and 52%S-of 
those who supervise employees being female 

The Wage and Salary program—known as henchmarks'—was instituted 
Jn the spring OF I992 to systematize conditions of employment by setting 
Salaries according to prevailing rates in the job poul from which employees 
are hired. (For some positions the pool might be Addison County, while fat 
higher level positions it might be New England). In speaking to CAOS, the 
group of employees made up uf administrative associates and assistants, 
many fel the current spstem is better then the previous lack of a system, but 
there is room tor improvement. Linheppiness remains over how employees’ 
levels of expertise are translated into the henchmark system. The Program 
does not address issues of comparable worth, which are both national and 
Tocak, 
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Campus-wide, some female staff express the lear that there is little 
room for career advancement for staff womer. at the College. We need jo find 
out whether more advancement from within’ is needed, so that exdsling 
employees who wish to do so can hope lo assume moze responsibility as time 
goes an. 


Recommendations 


* The Task Force recngnines that it cannot do justice to all of the 
concerns of the stall women of Middlebury in this report, We zecommend 
that the Staff Council undertake the commissioning and oversight of a 
separate committee io look into gender issues among the staff. 


* The College should set an example to the staff and students by hiting 
more women as department heads. 


= The College should continue to support था efforts to help women 
‘employees reach their full leadership potential. The new Assistant Director 
of Human Resources for Stadt Development in the Luman Resources 
department should be given whatever resources she needs to assist in this 
effort. The College should also sponsor at least one staff woman each year ta 
attend the HERS feadership program in Boston, the Institute af Educational 
Management at Harvard or similar professional development programs. 


* The Middlebury Cobege Staff Council officers do not currently meet 
with the Administration on an annual basis to review the staff salary 
structure, including looking at gender bias. We recommend thal the Staff 
‘Council review the staff salary stenclure with the Direcior of Human 
Resources to see whether gender bias exisis here. 


* The Staff Council and Human Resources should continue to explore 
ways of bringing the principles involved in comparable worth into play on 
campus. We recognize that this is a nationa! problem, but the College must 
keep working to redress traditional gender based inequities across the staff. 


* Confusion and dissatisfaction over the benchmark system should be 
addressed. 


+ The College should do more to encourage the advancement 
capable female employces within our administralive. structure. 


«Flex Time 


‘The College should formally adopt a flex-time system. for employees 
in positions where greater control of work hours is possible on the part of 


employees, मा to those with family 
obligations, because it helps to reduce overtime hours und fete afternoon 
‘work time, Some departments across the campus have already introduced 
Heine for iheir staffs, but if should be a campus-wide optinn in those jobs 
‘where itis possible., For example, campus security has to coves the campus at 
aul times, and 80 could mot ube Flextime, Anvadmiistralive assistant, on tho 
otter hand, might be able to begin work earlier in the morning so that (sje 
could leave earlier in the sftemoon, Je may algo be best to determine ‘core 
hours’ for some jobs, and then let hours outside of those times be flexible. 


वा. Working Conditions and Families at Middlebury 


Many women choose to gn into academic He with the belief that itis a 
profession uniquely sulled t combining work and family, only to find thar 
the opposite is trae, Academic career paths mean thal many womes hear the 
biological clock ticking most loudly just when ie greatest pressures to 
publish, maintain high teaching standards and perform committee work hit 
their peak before tenure. While all professional women with families face 
pressures many of those seuilemics face are unique. Academics can only job 
hunt in onè season of the year. It is virtually impossible to take more than a 
few weeks off for child rearing if a woman Is ina tenore track job, In 
academics, [here is almost no provision for moving hack and forth between 
fall and part-ime work at different slages of lite. (Once you are off a tenure 
track, it is nearly impossible to get back on). Tt is the only profession in which 
2. young woman's whole career can zest on one decision. Achieving tenure 
requires seven years of a huge commitment lo research, teaching and 
‘community service right at the age when most people would be starting (heir 
families. How many other professional women have to fear that having a 
child might cost them their whale carters? (Or that having a career might 
cost them the possibility of having children?) 

Women in academics face numeras obstacles, and while many-of 
these are not unique to Middleburg-and some are not unique to women—the 
College has everything to gain from finding ways of making the faculty's 
working conditions as reasonable as possiblé, “And while the working 
conditions of staff women aze somewhat different, many of them share 
similar concerns, The acknowledgment and redessing of some simple 
conditions of employment would go a long way toward making both women 
and men more satses with their jobs at Middlebury 


‘Recommendations 
a. "Down Time" for Committee Work 
* Many feculty and.staff-both male and fernale~find the burden of late 


afternoon corunillee work diffienlt to mesh with fhe: demands of child 
tearing. Wesleyan has recently addressed this problem by instituting "down 
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time,” a period reserved for committee work ia the middle of the day. Lhe 
now begin their Tuesday and Thursday classes earlier, leaving I-L2 hours 
Fee at lunch time for departmental and committee meeting». 


+ We all know thet committees with a [hed ending time also run 
more efficiently. The Task Forde strongly recommends that such a period be 
instituted at Middlebury ducing the mid-day. 


* We also recommen, that faenlty College committee work he limited 
to one elected or appointed committee per faculty member. This should not 
De laken as an encouragement lo disband any committees, but only as an 
incentive to distribute the committee work more equitably. As things stand, a 
small group of faculty membess makes up a Jorge proportion of committee 
members. 


कफ. Partner Employment Issues 


Middlebury has lost some first-rate faculty and staff becouse of the 
lack of employment opportunities for their partners. We must be realistic 
abont the fact that the College is located in an isolated xual environment, 
and act accordingly. Studies have shown that female academics are more apt 
to have academic partners than are male academics. For partners of 
Middlebury faculty and staff—-whethcr academics themselves or not-moving 
Lo rural Vermoni can be a daunting prospect. Ihe College could help (© 
remedy this by: 


* Making a commitment to hiring qualified pariners whenever 
possible, 


* Assigning someone in Human Reséusoes to acl as an employment 
liaison for incoming partners, helping them to make careet contacts in the 
region. 


+ Creating a ainsortinm with other colleges and universities in the 
areg so that all can pool information on acedemic and administrative jobs in 
the region. (This might be done casily on the Internet). 


¢, Parental Leave Policies—Facully and Staff 


Middlebury College currently has nothing called parental eave fur 
faculty or staff, though policies are ix. place to cover childbirth for women in 
buth groups. Members of the Task Force have spoken to at least half of the 
faculty women who have had children in the past few years, and found 
widespread dissatisfaction with our policy of using disability leave for faculty 
parental leaves. The College's current policy of working things out on an 
Individual basis eros from good intentions, and has in fact allowed some 


women to take more time off izori teaching than the six paid weeks 
stipulaled in the Handbook. However, this hes led lo feelings of inequity 
among the female faculty, since individual circumstances and departmental 
needs may make it harder for some wenen to ask fot, or receive, "exiza" time 
off. Women faculty expressed a strony desire for a parental leave paliey that 
is geparate from the disability policy, imposed uniformly and clearly 
understandable by anyone reading the Handbook, 

Staff also fall under the provisions of the Family and Medical Leave 
Act, and so ate entitled to have their jobs held for them while they take 
twelve weeks off with or withoul pay, depending on their accumulated sick 
and vacation leave balances. While the colleges with which we like to 
compare. ourselves all have diifeeent parental leave policies for faculty and 
staff, mosi mandate some paid leave for staff, Smith and Oberlin give staff 
eight weeks paid leave and Mount Holyoke gives six weeks paid, all with the 
option of more unpaid time up to twelve weeks or more. 

Faculty and staff parental leaves are not a big budget item. The Vice 
President for Academic Afairs reports that there are usvally one or two 
faculty parente] jcaves each year. In the past year there have been eight statt 
parental leaves, and that is regarded as a higher than normal number, Even 
With more female employees, this will never be particularly expensive item, 
and a great des] of good will could be had for very litle. 


‘The following elements should be included in the new parental leave 
policies: 


* Among the fourteen comparable schools surveyed, only two call 
Parental teave ‘disability’ leave, The College should join with the majority 
who use the terms ‘parental’ leave, while retaining disability leaves for other 
purposes. 


+ The Family Leave Act requires that any woman giving birth get a 
minimum of twelve weeks off afterwards. Ail women faculty giving bieh 
should receive one semester off at full pay. For [hese purposes, winter term 
be regarded as 2 semester. Anyone giving birth after Oet. Lor before 
bruar | will automatically receive winter term off io. addition iw the term 
in which they have their babies, Anyone giving birth twa May गत through 
August 3] will receive fall term off 


* The same coriditions will apply for ose faculty and staff adopting 
children. Parental leaves should he available ta men and women, and in the 
case of spouses who are both on the faculty, the leave can be split between the 
two parents at their discrelion, 


< Any faculty member taking a parental leave before terure will have 
the option of setting the tenure clock back by one term per child, Notice of 
this iniention mest be given before the end of the parental Jeave. 
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* Faculty or staff members who are faced with extreme medical 
chrumstances fue to complications of pregnancy will receive the minimim 
Denefils outlined in this policy plus additional help under the disability 
causes of the Handbook, 


* ‘The Colloge should also provide a clear parental leave policy for staff 
members, The conditions under which the staff teke parental leaves are 
different from those of the faculty, because staff members accrue vacation and 
sick leave while facuity do not. The Task Force members would like to sce as 
much of the staff's mandated twelve week [nave paid as possible, At the same 
time, If twelve weeks of paid leave were given to the stat, many staff would 
be able to exlend their parental leaves with sick days and vacation days 
beyond twelve wecks, so that their paid leaves would be longer than those 
that have been requested for the faculty. We recommend the following 
formula for staff parontal leaves. Any staff member wha has been employed. 
by the College for at least ane year would be eligible fur parental leave. Stat 
people would use their accumulated sick days at the beginning of the leave, 
with the College paying their salaries for th remaining lime up to eight 
weeks. After this, employees could apply their accumulated vacation time 
toward their twelve week leave. 


d. Day Care 


The use of the Advantage program to help toward day care expenses is 
a good slart, but having spoken to a majority of the parents who currently 
have children in day care, most of them approciate it but lind it does not begin 
to address the soaring costs of quality child cure. 

‘Among the colleges with whom we Jike to compare ourselves, there is 
a strong tend toward orcampus day care centers. Ihe fourleen colleges 
surveyed on this issue answered as follows: 


9. Provide day care an campus 
2 Arc affifiuted with day care centers just off campus 
9. Provide Ro day care alternative 


‘The Colleges that are offering day care generally provide the space, 
‘maintenance and utilities on campus, and geat their programs to the rhythms 
of the College calendar. (hey function year-round, and the child care 
providers are working when most people at the College arc working). Most 
are governed by boards of parents who hire the staff and set the policies, 
though in some cases this tunction is performed by the College. Thè usual 
policy is to give preference to the children of faculty and staff, but to allow 
children from the community as space permits. Some colleges subsidize day 
care costs cither by outright grants (Smith pays 25%), sliding fee scales or 
“Advantage-etyle programs, 


Middlebury has tradttionally had-an unofficial relationship with Otter 
Crock Child Center, but within tho past few years we have made the decision 
mot to accra a हाई: of the bain for the College's use ns a eampus-contralied 
day cave center: We recently gave Otter Creek the use of 873,000 of the 
College's endowment (of which the College maintains contro), but College 
faculty and staff receive no preference in the competition: for spares or special 
attention to the College's schedule, Otter Creek, an excellent facility, is 
currently able to enroll only a small number of those who apply. Newly 
hired faculty are at a particular disadvantage, as Otter Creek is often fully 
creole for the academie year by the previous March. nd while the College 
faculty has long used Otter Creek, its fess are too high for the vast majority of 
staff members to br able tu afford to use it. Fewer than half aduen staff have 
children there at present, snd must of them are from the upper end of the 
starf pay scale. As the College faculty and staff expand, the need for day cate 
wili only increase. 


* On-campus day care is a particularly valuable porquisite in attracting 
female (and male) facully and stafi, and alko sets an imporlant.example for 
our sludenis. . The Jacility should be conveniently located, apen year-round, 
sensitive to the College calendar and financed by a sliding few scale so that i 
would be affordable for both faculty and staff. Members of the local business 
community have recently motioned their interest in starting a day care 
lacilty and would like to explore this with the College and other local 
businesses, Possible discussion may focus on a joint facility which would 
spread the costs and liabilities more widely as well as forge bonds between the 
College and fe community. The Task Force recommends that the College 
establish a committee of faculty, staff and hrm resources professionals to 
explore the possibility of setting up such a joint venture at this suspicious 
tine. 


वा, .The Women's Studies Program 


‘The Women’s Studies program at Middlebury is very healthy, 
considering its current structural limitations. As was mentioned above, it 
currently has at least 95 faculty members who teach courses and/or atlend 
meelings of the program, as well as thirteen student majors, minors or 
concentrators, Women's Studies program is generally perceived to be both an 
academie program and the home base for whmen's activities: on campus. 
‘These dual roles have led to some confusion in the public mind about the 
academic program and an overbutdening of responsibilities within the 
program. 

How co we campare to Women’s Studies programs among our peer 
institutions? Tne survey of the fourteen schools footnoted on page 5, above, 
‘we.found that ten had Women's Siudies-or similar programs, three had 
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departments and only one had neither.S There were minor differences in the 
nomenclature used 46 deseribe these departments and programs. Amherst 
calls its department Women and Gender Studies, while Bryn Mawr's is 
named Keminist ons Cender Studies, All eleven others use the name 
‘Women's Studies... very college calling its program Women's Studies liss 
‘courses in gender theory and gay /Ieebian /bisexual topics under the 
designation of Women's Studies, as we do here at Middlebury. 

‘The survey shows that we are falling behind in providing faculty 
whose appointments are designated as Women's Studies positions, Of the 
thirteen schools with such programs or departments, eleven had faculty 
members who had either a full or a half-time appointment in Women's 
Studies. Oberlin has two ienuze track, full-time positions in Women's 
indies, Smith, Mount Holyoke, Trinity and Wellesley all have one fulltime 
culty member and other hafl-time appointments sared with other 
departments. Wiliams, Bowdoin, Amherst, Bales, Wesleyan and Carleton 
have appointments that are shared belween Women's Studies and othe: 
departments... Williams, for example, has three faculty members who have 
hulf-tiene positions in Women's Studies, with their other halé-appoiniments 
being in the English, Political Science end Philosophy departments. 


Recommendations 
*. Create Faculty Positions in Women’s Studies 


का order for Women's Studies to have stable leadership and consistent 
course offerings, it must have faculty members who are appointed to the 
program itself, as is the case at mosi of oar peer institutions. Currently, 
Faculty who wish to offer Women's Studies coursas that do nat fulfill 
departmenial requizerents musi be released from regular departmental 
rotations in order to do so. It is therefore difficult for the progran to offer the 
same courses, or the same number of courses, from one year to the next- 
Many students who wish to major in Women's Studies have been 
discouraged from doing so ay the unpredictability of course offerings, which 
snakes schedule planning difficult 

In light uf the expansion, it seems like a good time for the College io 
show fs commitment to the Women's Studies program. An increment in 
Women’s Studies could be split lo hire two faculty members in ditferent 
departments who would teach half-time in Women Studies. Alternatively, 
tho recently instituted changes in the faculty appointment status system may 
provide a useful mechanism for faculty already at the College to change their 
appointments to reslect a commitment to Women's Studies, In any case, an 
increment awarded to Women’s Studies would encourage other deparunente 


© “Teiity, Aubert and Wellesiey had departments, Washington and Tae had 
zo such designio, and Wiliams Bowdoin, Swarthmore, Bates, Byn Mews, 
Smith, Mout Holyoke, Wesleyan Carleion and Oberlin had programs: 
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to hire faculty who can contribute to the program, since it might enable shem 
to make a halftime appointmen: that wold not otherwise be possible, 


> The College and the faculty need lo reilerate their commitment to 
ng material on women and gendertelaled issues across Ihe curriculum. 
There has been great impruvement in this area, but more needs io be dane. 


“. Regulatize the Position of Women's Studies 


Administeator 


The faculty who ieach in the Women’s Studies program currently 
have large burdens within their own departments, and find it difficult to run. 
all of the related programs for women af Chellis House and on the campus al 
large. The part-time (rial position of Women's Studies Administrator has 
shown that there is a pressiny need for a permanent administrator al Chellis 
House whose job is t coordinate women's events, the Women's Culture 
Series and the running of Chellis House Women's Research Center. the 
careent Administrator is paid for I7.5 hours per week, but has consistently 
worked! 30-40 hours per week. This position provides a contact person un 
women's issues for faculty, students, slat and aluinni, am the current 
administrator hus been deluged wilh material, questions and suggestions 
Ther has never bofure been anyone on campus clearly designated a 
to call on women’s issues, and the position has been highly utilized Zor this 
purpose. The College should commit itself ig a permanent administrator in 
the job. 


TV. Student Life 
Social Life 


Students, faculty and staff are almost unanimous iw thei beef at 
gender relations have improved among the student budy since the 
fratemities became social houses and the commons system was adopted. 
Some students report that sexism remains in the social houses, with men 
predominating in setting agendas despite the exislehce of women in more 
leadership rales. A substantiel minority of women students still regard social 
Aouse parties as somewhat uncomfortable and potentially dangerous fur 
women because of excessive drinking and sexual harassment. Te would be 
unfair to single out social houses in this respect, however. Unpleasant 
incidents also take place at parties in dormitories, McCullough and other 
venues. However, the College has come a long way on these issues, Partying 
4s still a enmmon aceurrence at the social houses and elsewhere on campus, 
but the level ofeivility. between-the genders is muck higher. President 
McCsrdeil, the Dean of Students, the Residential Life committee and many 
ether members of the College community should be given high marks for 
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their efforts, in making the transition from fraternities to sacièl houses as 
successful as it has been, Tt is difficult to Imagine a repeat of the social scene as 
H was in the spring of I988, 

A number of the administratore who'are directly involved in shaping, 
administering and overseeing student social lite report that a substanlial body 
of students feels that social [fe on campus is still too concentrated in the five 
social houses. The greatest complaint is that stadenis who do not want lo 
drink excessively [eel they kave too ‘ew social options, Women students are 
particularly concerned about this, because they have a stranger sense of 
personal danger in party situations where high levels of alcohol consumption 
Oxcur. The commons are helping to alleviate this to some extent, but many 
women-and men-students would like a greater variety of spaces in which to 
socialize. 

‘The incidence of stereotypical sexist behaviors Gutlined in the original 
Gender Report appears to have declined since the demise of the fraternities, 
but they have by no means disappeared. ‘The general Jevel of awareness of 
issues of sexism, gender roles and inequities is still tao low an campus. When 
it comes to issues of stereotyping, gender discrimination om the job, sexual 
harassment and balancing work and career, sime stall al Career Services 
reporl that recent alums are sometimes heard to suy, "I had no idea what was 
our there, Why didn't anyone at Middictrory warn me?" We must do more 
to prepare our students for the wider world ia these respecls. 


Recommendations 
a Social Houses 


* All social house leaders are required to be involved in residential life 
training. This should always incfude education in isses of alcohol and drug 
abuse, sexual assault and sexual harassment. 


* All pledges should also be required tu attend a workshop covering 
those subjects. 


* Quotas on women members must be strictly enforced. 
b. Entertainment Options 


> More entertainment options aie needed between ID: p.m. and 2:00 
ath. when social house partying ig at its height, The College must continue 
to seek popular non-drinking social alternatives for students, One suggestion 
has been a coffee house thot would be a, comfortable place for students 30 
relax Another idea is more late night movies at different venues across 
campus. 


< Changing Attitudes 


* The Office of Health Education has made great strides in educating 
students about alcohol, sexual assault and sexual harassment issues. Some of 
hese programs used to take plase during orientation, but many have been 
scueeved out of that time slot in recent years as avientation has been 
shortened and its emphasis changed lo academic advising. The students on 
the Task Force believe that education on these important issues of student life 
should be zeinstated to orientation because that is when students are most 
receptive lo such mussages. 


* Middlebury should be doing mire tu educate students about sexism, 
sexaole slereolyping, sexual harassment, sex discrimination beyond 
Middlebury College snd other issues facing students both during their time at 
the College and beyond the College experience. ringing more well-known 
speakers to campus to address these subjecis would be an important start, by” 
creating a campus-wide dialogue on gender Issues, 


4 The College's new institutional researcher should undertake a 
follow-up study of gender attitudes on campus that would update the data 
from the original Gender Report, 


d. Residential Life 


* The College should encourage Ihe eration of more academic inlerest 
houses (for languages, art, music and so-on).- They are popular with women- 
and men-because they tend to provide a gender-neutral common space. We 
also support the proposed substance nee social house, sd hope these 
possibilities will continue to be considered by the administration and 
community council 


? More house living options should be created on campus. The 
building of town houses for geeups of seniors (like those that have been, 
provides at St, Michael's College and elsewhere) would foster a sense of post- 
college responsibility by giving students the experience of living in an 
apartment while still retaining close lies to campus. They would also provide 
more adult venues far socializing. 


c Campus Safety 
Women students mention tepeatediy that they do not feel safe walking 


on campus after dark. The. sefe ride program has been a great success, but 
Stere is more to be done. 
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* Tt is recommended that Middlebury institute a Blue Light system of 
call boxes around campus, These are emergency phones shat connect directly 
to campus security. 


> She campus needs more lighting at nigh The student members of 
the Task Force would be glad to tell the administration and security where 
women ont campns feel afraid tyawalk, 


> There should also be a more accessible escort system. Perhaps the 
student security patrol, with male and female escort temos, could be paid 
mate for weekends. 


£. Women of Color 


Middlebury ean be a very difficult place for women af calor; who 
sometimes feel marginalized by the pressures of hoth racism and sexism. Tt is 
important that the College remain sensitive to this difficulty. The Women of 
Color group has experienced frequent changes in faculty and administretive 
leadership, and some feel ihis has weakened their position in the 
community. They have coniribuled lo making the following 
zecommendations: 


Recommendations 


* The Task Force strongly recommends that the College hire a 
permanent director for the PALAN jan African/Latin Arvericar/Native 
American] center who could lead the Women of Color group al be in cange 
of programming for women and men at the PALANA house, Tt is 
recommended that the person hired have substantial experience and taining, 
jn this area 


* The College needs to make a spacial effort to hire women of color for 
the faculty and staff. The studente of the Women of Colar group feel a 
particular need for women role models and advisors here, who would 
Support and. give consistancy to programs for Women of Color. 


* The Women of Color group needs to have its own budget, 
programming and help in networking with Women of Color groups at other 
schools. This budget should be run out af the Chellis House, not Student 
Activities or the PALANA center, in neder to promote communication aud a 
sence of common purpose among all of the wanien of the Middlebury 
community. 


g Gay/Lesbian Bisexual Student Concerns 


Middlebury Collage is not yet a comfortable place for many gay, lesbian 
and bisexual students, faculty and staff. On the other hand, Middlebury mast 
be strongly commended for being one of the. frst employers in Vermont to 
extend benefits fo domestic partners voluntarily. Our policy on this has been 
a model for other institutions. Members of MGLBA and Outl.oud! have 
contributed to the following recommendations: 


+ The College needs ty dy mone to educate fe campus community 
about diversity issues, including those surrounding sexuality. It is particilarly 
important that training people about issues af sexual orientation be ined 
in first year orientation. Te should also be mandatory in the workshop for [Cs 
ard residential staff in September, with a follow-up during J-term, 


* The greater inclusion of gay and lesbian culture in campus 
happenings is important. More such consent might be inthuded in the 
‘Women's Culture Series and uu; College St. Film Series, and more books, 
magazinea, videos and music by gay/lesbian /bisexual authors and ‘artists need 
to be added to the College's libraries. 


© Gay/lesbian/bisextial students would fike: a resimo office fn 
McCullough that would house books, magazines, newsletters, internet eces 
and bulletin boards. It could be staffed by students and used as a drop-in place 
for MGLBA, OutLoud!, the energetic MidUGALA (yay and lesbian, ahummi 
association) and the Ally group. 


+ The faculty should continue to discuss the feasibility of ari 
intendisciplinary program in ‘Guieer Studies' that focuses on the social 
srliculalion of lhe gay/lesbian bisexual experience. It could offer at least one 

pe? semesler. 


h. Sexual Assault Policy 


Middlebury College has never had a separate and formal poly for 
handling sexual assault on campus. In the past year, etudents and 
administrators have been working hard to redrese this by formtlating a 
coherent, caring and consistent policy for handling sexual assault cases, 


Recommendation 


+ The Task Force strongly suports this process, and urges the students 
who spearheaded this effort, the Community Council, the Dean of Studente 


mida and other interested parties to arrive at solutions to zay issues 
remaining on the table co that a sexual assault policy can he adopted. 


i. Allletics and Fitness 


Middlebury's record of compliance: with Title IX is strong compared to 
that of our compatizors. Still, there are some issues af the gym that need to be 
addressed. White the numbers of male and female intercollegiate teams are 
‘equal, the came carnut he said of the coaching staff, We curently have five 
fulltime women coaches and eleven full-time men. AU coaches are in ४ 
particularly unprotected position regarding salaries, following neither the 
guidelines set for the feculty nor the benichimarks established far the stars. 
Some women students aiso perceive gender inequities in the recreational 
exercise areasparticularly the fitness center-arguing that their individual 
finess needs are not valued as highly as the needs of male and female 
intercollegiate sports teams. 


Recommendations 


* The existing Faculty Athletic Policy Committee, composed of faculty 
and students, should take a move vital and activist role in monitoring cur 
compliance with Tile IX and all aspeels of the athletic budget. This is the 
only way to ensure a system of checks and balances in the administration of 
athletics at Middlebury. 


* The Human Resources department should undertake a study of the 
salary structures af the athletic departments at our peer institations, as we 
hayo dome previously t set faculty and staff salary guidelines. 


«The College should miake a corimitment to increasing the number 
of fulltime fumsle coaches, 


* A female advisory committee should be established by the Athletic 
department as an advocacy group for wmnen s fitness issues, working in 
sonjuncuon with the Senior Women's Administrator, Head of Intramural 
and Club Sports and the Director of the Fitness Center 


+ The Task Force supporte the ides of hiring a fitness educator to’ work 
in the Fitness Center as a personal trainer. This person should be competent 
to provide baining and counseling in kealth, fitness, nutrition to students, 
faculty and staff. 


j- Eating Disorders 


Eating disorders are serious issues for many women students, A great 
deal js being done to identify and help students with anorexia and bulimia 
through the efforts of the Counseling Service and the Office of Health. 
Education. However, the Task Force finds that there is an on-going need for 
support in this area. 


> The College Counseling Servive and Health Center shonid continue 
to explore the services and suppor! il is providing for students with eating 
disorders, making suze that students whe neat help con get it quickly and 
confidentially. The addition of a part-time nutritionist is a positive 
development and should be extended, 


* The design of the new dining hall needs (0 (ake into account the 
prevalence of eating disneders on campus. The present dining layout at 
Proclor creates a great deal of anxiety that exacezbales ealing disorders. ‘then 
should be quiel and more intimate dining oplions available for those who 
want or need them. Serving food from numerous small serving stations 
rather than priting vulnerable students through the pressures of making 
their food choices in a line where they feel on display would be helpful. "LAs 
Director of Dining Services should research this subject before final design 
plans are approved. 


k. Women and Leadership 


“the College omke he doing more Lo faster women students! leadership 
skills. 


Recommendations 


* Career Services should do more t facilitate networking among 
female students and alumni. lt might be particularly helpful to bring 
alumnae to campus lo talk fo students about career choices, leadership issues, 
and handling discrimination or harassment in the workplace. 


+ There is a widespread perception that Middlebury produces fewer 
women in nontraditional Helds lke scienee, mathematics, economics and 
political science than might be expected. esearch should be undertaken to 
establish whether this is, in fact, the ease. Jf so, what can the College do to 
encourage more women to go into traditionally male-dominated fields? 
Terhaps the administration could examine ways of suppozling deparunents 
in traditionally male-dominated fields to offer particular encouzagement te 
emale students 


za 


* IF we want to keep attracting lop quality students in the wake of the 
expansion, the College should offer more (non-Znencial) support to women 
who want to go into the sciences or očner Helds where cultural herriers 
against women traditionally. have been strong. 


+ The College should provide regular funding for leadership programs 
for women and men, with those for women taking info account icir unique 
issues of upbringing and socialization, 


Conchision 


While it could be argued that actions speak lotider than words~and 
actions have certainly been taken in areas of concern to women—the 
Committee and those who have acted as outside readers on this report 
believe that the time has comc fur the College administration publicly to 
reiterate its commitment to making Middlebury a comfortable, equitable and 
congenial place for women at all levels at the College. Ik ia important for 
students, faculty, staff and alumni to hear that the College has not become 
complecent about isses of such concern to all of her constituents, 

ts difficult to maintain our commitment io women’s issues when 20 
person or body is mandated to moniter women's progress at this institution: 
‘The 920 Gender Report hud recommended that the College establish a 
standing Committee on Cender Issues to undertake more comprehensive 
studies of gender relations on campus and to monitor women's issues. Teit 
the position of the present Task Force that the burdens of commilige work are 
currently so onerous that the creation of a new one would be neither feasible 
nor popular. However, two final recommendations can be made: 


* The Task Foren recommends ihat the responsibility for continuing 
oversight of women's position at Middlebury College be entranted to the 
incoming Dean of the Faculty, the Faculty Council, the Stall Council, the 
Student Govemment Association and the Women's Studies Administrator. 
‘One member of each committee should De chosen by the eins ties members 
and publicly designated as fhe Linisans for Women's Issues at the beginning 
‘of the fall term. Ii is important that all members of the College community 
know to whom they should speak about issues of concern to women. The 
Dean of the Faculty, the Liaisons for Women's Issues and the Women's 
Studies Administrator will meet to moniter and further the progress oJ the 
various tecommendations in this report. The Dean of the Facully will ako 
have primary responsibility for overseeing the Lisisons, collecting statistical 
information on women's peogrens at the College, and publicizing it to the 
broader College communit? annually 


* The College administration should undertake wide-ranging studies 
of the position of women ai Middlebury ut five year intervals until everyone 
agrees that such monitoring is ne longer necessary 


The 996-7 Task Force on the Status of Women would like lo close by 
saying that the position of women or campus has improved a great deal since 
the publication of the origina] Gender Report in J990, ‘The new perspectives 
provided.in this report are.ia no-way. meant-tpJinply. a lack-of understanding 
fr appreciation of the zeal and substantive efforts that have been made on 
behalf of women's issues at Middlebury College, partieniarly under the 
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prevent administration, These improvements represent the collective work 
of lange numbers of committed administrators, faculty, stuff and students who 
care deeply about issues of equity and sodal justice. As we approach the new 
century and the College's Bicondennial, H is importan Iha: we tededicate 
ourselves to making Middlebury Colloge the bast place it can be for all of its 
constituents. ‘The recommendations contained here are refleclive of the 
College community's On-going commitment to making Middlebury College 
an exemplary environment for women and mer. 


RECOMMENDATIONS 
A Summary 


Priorities 


‘The Task Furce report oullines an ambitious program of 
recommendations that cannot be accomplished overnight. The discussions 
that follow the College community's reading of the report will help to clarify 
prionties campus-wide. IN summarizing the recommendations, we would 
Jike to state our awn sense of those ‘ssue that have been most afler 
mentioned as important by the College's {aculty, staff and students, 

Facully stress the need for more women in high-level administrative 
positions and in those departments in which they are under represented. 
They would also Jike tu see prompt art on ‘down time’ for committe 
work, partner employment issues, incremental positions in Women's 
Stuslivs, parental leave and day care. 

Staff have most often mentioned the need for more women in policy- 
making positions, enhanced opportunities for advancement, parental leave 
and day care. 

Students place campus sufcty and the sexual assault pricy at the top of 
thei ints of important initiatives, along wilh the desire for more women roie 
models in the adminislration and some departments. 

‘The recommendations should be cunsidored a fice year plan for 
making- Middlebury the ‘College of choice’ for students, faculty and staff. 


I. Women in Authority: the Importance of Rule Models 
a. The Administration 


L Middlebury must make a commitment to putting substantial numbers of 
‘women in positions of power and authority in the upper administration of 
the College. We should search the faculty more widely for untapped 
administrative potential and also considering hiring {rom outside of the 
College. Qur ultimate goal should he to achieve roughly equa) anumbers of 
talented male and female administrators at the levels of view president, dean 
and program dineclor, 


2. The process for choosing upper level administrators should be formalized, 
with applications and nominations sought, both internal and external 
candidates considered and formal interviews conducled. [he rusier of 
nalists should afways include'strong women candidates. 


3. The administration should hold a senior staff retreat on the subject of how 
tu hire more women in top administrative positions, focusing on identifying 
suitable women candidates and making administration attractive to them. 
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b. The Faculty 


£. The College must reiterate its commitment to hiting-and promoting 
women faculty across the curriculum. Women need 50 be well represented in 
every department of the College. 


5. One way of recruiting a greater member of women faculty is w bring in 
more candidates for each terre track jab search. ‘This should be partiewiarly 
encouraged in departments where women are under-represented, 


6. We also need to work harder to retain valuable women faculty members, 
Ris importan! that we find a way to do confidential exit Interviews so that we 
can better understand whether women leave the College due to unhappiness 
wilh the work environment here, 


< The Staff 


7. The Staff Councit should commission a cimonitize to examine gender 
issues affecting the staff in move detail. 


8. The College should alio work to make more of the heads of the staff 
departments women, 


9. ‘The Assistant Director of Human Resources for Stafi Development should 
be helped to provide support for all efforts to help women employees reach 
their full leadership potential. 


0, ‘The Staff Council officers should meet with the Director of Human 
Resources on an annual basis to review the staff salary structare for gender 
biases. 


I). The Staff Council and personnel should continue to explore ways of. 
bringing the principles invhlved in comparable worth inte play on campus. 


32, Confusion and dissatisfaction over the benchmark system should be 
addressed, 


TA. ‘The College should do morë to encourage the advancement of capable: 
female employees within our administrative structure, 


I, More resources should be put into leadership development programs lor 
women staff and administrators 


3. Middlebury should formally adopt a flux-tine system for those employees 
whose jobs permit more flexible hours. A ‘core hours’ system could be 
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instituted, with slali members able to detectaine their own hours outside of 
the core hours required by their positions. 


Al, Working Conditions and Families at Middlebury 
= "Dawn Time" for Committee Work 


¥6. The College should institute a "down time” period for committee work 
during the middle of the day so that meetings would no longer have to be 
held in the Inte aftemoon. This would be è great help to the forge numbers.of 
parents in the College community 


IF. Committe work should also be limited to one'elected or appointed 
committee Zor each faculty member. 


b. Partner Employment Tsmues 


IA. Middlebury College should do more t assist in finding employment 
‘opportunities for faculty and staff partners. This can be done by hiring 
qualified partners whenever possible, assigning someone in. Human 
Resources to act as an cnployment liaison for Weorming partners and creating, 
a consortium with ather educational institutions in the region lo pool 
information on academie and administrative jobs, 


© Parental Leave Palicies—Vacully and Staff 


39. Middlebury College should institute a parental leave policy separate from 
the currant disability leave, 


20, The faculty parental leave policy shuuld be clear and uniform, 
necessilating minimal individual negotiations, We propose that all women 
faculty giving birth receive one full semester off at full pay. For this purpose, 
winter term cannot be regatdea as a semester, Anyone giving birth aller Oct. 
Lor befnre February | wili automatically receive winter term off besides the 
term in which she has her baby, Anyone giving birth from May I5-A ugust 3 
will receive fall term पी. 


2L. The same lerms will be available för those faculty adopting children. 
Parental leave should he available to men, and women. In the case of spouses 
who are both on the faculty, there will be only one leave but it ean be splil up 
between the two parents at their discretion, 


22. Any facuity member taking parental leave before tenure should have the 
eption of selling the tervre clock back by une term per child. . Notice of this 
intention must be given before the end of the parental leave. 
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23, Faculty merubers faced with extreme medical circumstances due to 
complications of pregnancy will receive the minimum benefits outlined in 
this policy plus acditional help under the disability clauses of the Handbook. 


24, The College should also provide a clear parental leave policy for stail 
member. The Task Porce mombers would like to see ms mich Of the slate 
mandated twelve week leave paid as possible. AL the same time, if twelve 
weeks of paid leave were given to the stuff, rumy would be able lo extend 
them much longer through the use of sick days and vacation time. We 
recommend the following formula for staff parental leven. Any'stalf 
member who has been employed by the College for at Jeast one year would be 
eligible for parental leave. Staff people would use their nccumnulated sick days 
beginning of the leave, with the College paying their salaries for the 

is time up to eight weeks. After this, employees could apply their 
accumulated vacation time toward their twelve week leave. 


व. Day Care 


25, The administration should establish a committee of faculty, staff and 
human resources personnel to explore the possibilty of setting up a day care 
Hach: H is a particularly auspicious time for this, because members of the 
Ineal business community have approached us about diecussing starting a day 
care facility with Ihe College and other local businesses, Ft shouldbe open on 
a schedule convenient to College faculty and staff, who would puy on à 
sliding fee scale, according to their means. 


पा, The Women’s Studies Program 


26. The College should create a-full faculty position in Women's Studies or 
two half-time positions shared with other departments, 


27. The College und the facuity need to reiterate their commitment to 
teaching material im wo:nen across the curriculum. 


28. Middlebary should also regularize the position of Women's Studies 
‘Administrator to act as on-going Haisun for wumen’s issues and events for 
students, [aculty, staff and alumni. 
TV. Student Life 

a. Social Hones 
29; All social huwe leaders should be reynired tu be involved In residential 


life training that includes education on issues of alcohol and drug abuse, 
sexual assauli and sexual harassment. 
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36. All pledges should also be requires to attend a workshop covering these 


subjedts, 
82, Quotas on womeri members must be strictly enforced, 

b. Entertainment Options 
32. More entortainmertt options are-needed between UHD p-m- and 200 am. 
on weekend nights, os aliematives to the social horses ond comers. A 


more comfortable coffee house is. me suggestion. More Jate night movies is 
another, 


£ Changing Attitudes 


38, Tducation om alcohol, sexual assault and sexual harassment issues should 
be reinstated to orientation, when students are masl receptive to such 
messages. 


34. Middlebury should be doing more to educate students about sexism, ner- 
role steteolyping, sexual flerassment and sex disceimination at and beyond 
Middlebury College. 


35. The College's institutional researcher should undertake a follow-up study 
oF gender attitudes on campus that would update the data from the original 
Gender Report. 


d. Residential Life 


36. Middlebury shonld encourage tlie creation uf mare academic interest 
houses and ar alcohol free social house. 


37. More hnuse-based living options should be established on campus. The 
creation of town houses for seniors might foster more adult social 
interactions, 


e. Campus Safety 
38. The administration aad campus security should work together to 
Institute a campus-wide Bfue Light’ call box security system. These are 
emergency phones around campus that connect directly to campus security. 
39, The campus needs more lighting at night. The administration and 
campus security should consult with women students to find out where they 
feel particularly unsafe. 


40. The College needs a better escort system, particularly on weekend nights, 
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£. Women of Color 


£L. Middlebury should express its commitment fo supporting women of 
color by hirig 2 permanent direetne for the PALANS center who could also 
provide lerdenship for the Women of Color group. 


42. The College needs to make a special effort to hire women. of color for the 
faculty and stall, 


43. The Women of Color group should have its own budget, programming 
and help in netwirking with Women sf Color groups at other schools, This 
budget should be run out of Chellis House, 


E. Gay/Lesbian/Bisexual Student Concerns 


44, The College needs lo do more.lo educate the campus community abimt 
diversity issues concerning sexuality. This training should be included in 
first-year orientation, and should be mandatory for all JC and residential stall 


45. [he College should provide more support for gay, lesbian aud bisexual 
students, including a resource office in McCullough, more library materials 
and greater inclusion of homosexual cultural events on campus. 


46. ‘The facully should continue to discuse Ihe feasibility of an 
interäisciplinary prograro focusing on the social articulation of 
gay/lesbian /bisexual experienres, and offering al least one class per semester. 


h Serial Assault Policy 


47. The College must institute a separate and formal policy for handling, 
sexuat assault cn campus Lhat is coherent, caring and consistent. The 
students who spearheaded this effort, the Commmmnity Council, the Lean of 
Students office and other interested parties should resolve any remaining 
issues so that a sexual assault policy can be adopted as svon as possible. 


i. Athletics and Fitness 


48, The existing Faculty Athletic Policy Committee should take a more vital 
ang activist zole in monitoring our compliance with Title IX and afl aspects of 
the athletic budget. the only way to ensure a system of checks and, 
balarots in the administration of athletics at Middlebury. 


49. The College should make a corunitment to increasing the number of 
ful lime womer, coaches, 
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30. An advisory committee should be established by the Athletic Depastment 
to ace as an advocacy group for women's fitness issues, working with the 
Senior Women's Administrator, the Head of Intramural and Club Sports and 
she Head of the Fitness Cenler. 


का. The College should hire-a fitness educator to wazk with students, faculty 
and staff at the Fitness Center, teaching ftem about exercise, cating disorders, 
ion and life-time fitness patterns, 


j. Ealing Disorders 


52. The Health Center and Counseling Service should continne to ensure 
that.all studunts who need help with cating disurclers can get it quickly and 
confidentially. The posilion of part-time autritionist shouid be extended. 


53. The Head of Dining Servicos should ondectake a study to ensure that the 
design of the new dining hall is sensitive to the needs of students with cating 
disorders. 


k. Women and Leadership 


54. Career Services should do more to facilitate networking among Jemale 
students and successfal wonen sharin 


55. We need to find out whether Middlebury is producing less than its fair 
share of women in any traditionelly male-dominated fields; and to determine, 
what snpport we can give to women in Ibose fields. 


56, The College should be particulasiy dedicated to giving more (rome 
financial) support to women in the sciences. 


37. The Collage should provide regular funding for leadership programs for 
women, both in the student body, on the staff aad on the Faculty: 


Conclusion 


38. The responsibility for continming oversight of the stalus of women al 
Middlebury College shoul! be entrusted to the incoming Dean of the Faculiy, 
the Faculty Council, the Staff Council, the Student Gavernunent Association 
and the Women’s Studies Administrator. One member of each committee 
should be chosen by the committee members and publicly designated as the 
Liatsons for Women's ksues at the beginning of the fall term. It is important 
‘hat all members of the community know fo wham they should speak about 
issues of concem lo women. The Dean of the Faculty, the Liaisons far 
Womens Issues and the Women's Studies Administrator will meet to 
monitor and further she progress of he various recommendations in this 


zeport. The Dean of the Faculty wili also have primary responsibility for 
overseeing, the Liaison, collecting statistical information on women's 
progress at the College, and publicizing it to the broader College community 
ally 


59, The College administration should undertake wide-ranging studies of the 
position of women at Middlebury at five year Intervals until everyone agrees 
that such monitoring is nu longer neceseuty. 


